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Approximately 540 statements about youth leadership were
collected through the use of focus group interviews. These statements were
tape recorded and transcribed. From the transcriptions, TL statements were
selected on the basis of their relevance to the research questions. From
these statements, 49 Leadership Expectations concerning service-oriented
leadership were identified. These 49 Leadership Expectations were then
categorrzed into LL Role, 10 Responsibility, 15 Characteristic, and 13
Behavior Expectations. Then, each of the four sets of Leadership
Expectationi was condensed into central Leadership Themes, rlsulti*g in 5
Role Themes, 4 Responsibility Thernes, 5 Characteristic Themes, and 3
Behavior Themes. A questionnaire was developed using the 49 Leadership
Expectations as questionnaire items. Questionnaire responses ciur therefore
be categorized first into one of the four leadership dimensions, and further
into one of the Leadership Themes for each dimension. Administering this
questionnaire to a representative sample of youth leadership group
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Chapter I -- Introduction
Robert Greenleaf, in a 1969 paper entitled The Sentant as l*ader, rc-
examined the roles and responsibilities of public sector leadership. The paper was
inspired by the college campus turmoifl of the period, but his idea of leadership has
since been embraced by many youth groups interested in leadership training.
Greenleaf s re-definition contrasted with the more traditional definitions of
leadership which looked to power relationships to explain leadership
phenomenon. The servant leader seeks to "make sure that other people's highest
priority needs are being met first." (Greenleaf, 1977) The power leader seeks to
be heard and be understood, while the servant leader seeks to "listen and
understand." Where the power leader seeks to dominate and control, the servant
leader confers "acceptance and empathy. " And where the power leader directs
and delegates, the servant leader seeks "awareness and greater powers of
perception. "
This relatively new conception of leadership has been taken up by many
youth leadership groups across Minnesota and the Metropolitan area in
particular. In some youth leadership programs the influence of this theory of
leadership has been so pronounced that service (to the community or to other
people) has become synonymous with leadership. This is the case for all of the
youth leadership groups suryeyed for this thesis. In each of these programs,
community service or volunteering is the primary or sole activity of the group.
These youth leadership groups appear to reject the notion that leaders should
commandn control and dominate--at least as primary leadership functions.
If these actions and responsibilities flow from an underlying belief in a
power based model of leadership, what actions and responsibilities will flow from
a semice based model? What are the roles and responsibilities of service-oriented
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youth leaders? What personal characteristics should we look for in this **new"
kind of young leader? What behaviors do young people expect from the people
they consider their leaders? In other words, what does it mean to be a service-
oriented youth leader? These are the questions addressed in this thesis.
Research Questions
1) TVhat leadership role do high school aged service-oriented leaders view for
themselves in school and in society?
2) What are the moral or ethical responsibilities of high school aged service-
oriented leaders?
3) What personal characteristics do seroice-oriented leaders exhibit?
4) What behaviors characterize service-oriented leaders?
Overview of research project
To investigate the research questions, the researcher spoke with young
people who have demonstrated an interest in leadership by their participation in
youth service and youth leadership groups in and around the Twin Cities area.
Seven focus group sessions were convened over the fall and winter of 1992.
(Two groups were subsequently dropped from the study because they did not fit
the selection criteria. One was from outside the Twin Cities Metropolitan area
while the other was compo$ed primarily of college students.) Using a series of
guided questions, the researcher sought to elicit statements and physical
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responses which would suggest attitudes and opinions about the four research
questions.
Focus Group Interviews consisting of six to twelve participants were
employed for the study. This technique allowed the researcher to get more in-
depth and thoughful answers, and it also allowed for the possibility that one
response or statement might build on or influence another person's response.
The theoretical base of the study generally followed Ernest Bormann's
theory of symbolic convergence. Bormann's theory states that people in small
discussion groups will reveal important information about their own personal
worlds when they begin to tell stories (dramatizations) about personal events and
experiences. In the course of this relaxed and informal discussion, specific terms
and discreet ideas will emerge (rhetoric). Rhetorical vision is the unified putting
together of these various shared ideas. Rhetorical vision serves to give the group
member a broader view of their role in the group and/or in society. According to
Bormann's symbolic convergence theory, these shared, dramatistic explanations
constitute reality as perceived by the group.
The researcher attempted to condense statements made in the focus groups
into a set of discreet themes which would characterize their views on the four
research questions. Appendix I diagrams the process used for developing the
I-eadership Themes and questionnaire items.
First, focus group interviews were tape recorded and transcribed, resulting
in approximately 54O statements. Next, irrelevant and unintelligible statements
were eliminated, resulting in 71 statements directly relating to some aspect of
service-oriented leadership roles, responsibilities, characteristics, or behaviors.
Third, statements were paraphrased. When two or more statements were found to
be substantially similar they were combined.
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The resultin g 49 statements of [,eadership Expectations were categorized as Role,
Responsibility, Characteristic or Behavior Expectations. These expectations are
Iisted in Appendices 2-5. Finally, I-eadership Themes were derived following the
same procedure (paraphrase and combine) as in step 3.
A questionnaire was devised using the 49 Expectations as questionnaire
items (Appendix 6). Three questions were deleted from the questionnaire for
reasons of clarity, resulting in a 46 item questionnaire. The questionnaire is
intended to assist youth leadership groups assess their own beliefs about the
responsi bilities of leadership.
Purposes of the study
One purpose of this study was to develop an instrument that could be
used by youth leadership organizations for assessing the groups own ideas,
attitudes, and perspectives on the nature of service-oriented leadership.
The researcher observed that youth leadership groups are often formed as
a branch or sub-group of larger organizations (e.g. Red Cross, +H, ThfD and are
often influenced by the parent group's mission and philosophy of leadership.
Consequently, the questionnaire developed from this research is intended to help
subsidiary groups (as well as fledgling leadership development groups) define for
themselves their own group's perspectives on the roles, responsihilities, and
behaviors of seruice-oriented leadership,
A second purpose was to help better understand how young leaders form
their opinions and attitudes about the ethical responsibilities of leaders. Even
though service-oriented leadership is an inherently ethical activity, the researcher
sought to develop an instrument which would be explicit and specific about the
ethical dimensions of leadership, and unique to the group. The researcher wanted
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to provide an opportunity for youth leaders to define ethical leadership literally in
their own terms.
This was especially important because one generation's concept of right
and wrong may not be inherited by the succeeding generation. The researcher
felt that if social conditions, mores, and future outlook of young people had
changed significantly since the time the researcher was in high school, it would
be important to get an accurate and current picture of how these attitudes and
mores might have changed.
Finally, the researcher wanted to connect some prominent theories of
ethical leadership which were encountered in the Augsburg College MAL
courses with the views expressed by these young people. The context for most
leadership studies the researcher encountered in MAL coursework was found in
the adult worlds of work, politics, and family. Throughout the MAL courses, the
researcher encountered very few leadership theories which were generated with
data obtained by speaking directly with young people. Through these
interviews, the researcher hoped to find out where there was agreement between
the theoretical definitions of ethical leadership found in the literature and the
definitions provided by the young people in this study.
Background of the Study
The focus of this thesis is on high school aged students, partly because of
the increasing prevalence of leadership programs for young people of this flBe,
and partly because of the changing nature of the experiences faced by high
school aged students.
High school is a time in which the values and assumptions acquired in
childhood begin to come in contact with the "real" world. Faced with the
5
prospect of living in the world without the immediate support and restrictions
imposed by family and school, high school aged people begin to become more
self-aware and self-critical.
Young people today--and especially urban youth--face a future that is
more uncertain than in generations past. In addition to the ageless problems of
youth like homework, acne, and dating, urban young people now must deal with
multicultural classrooms, part-time jobs, gang violence, teen pregnancy, and
dimmed job prospects.
The problems of the larger world begin to impact the actions and outlook
of young people during these critical high school years. For high school students
of the researcher's generation ( IW6 graduation), it might have been sufficient to
set a career goal of becoming an engineer or auto mechanic and simply follow the
prescribed steps for achieving that outcome. As a whole, high school students of
the researcher's generation seemed to operate on the assumptions of an
expanding economf, a relatively secure future, and manageable, if not
insignifi cant, social problems.
Where then does the young person who aspires to a leadership role fit into
this web of change? Do young people in fact see the future as challenging or
threatening? Do they believe they have the ability to affect their future?
What roles do they see for themselves as responsible leaders as they move into an
uncertain future?
Assumptions of the study
The researcher made three important assumptions in this study. The first
assumption is that service-oriented leadership is inherently ethical. This
assumption follows from the working definition of leadership used by the
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National Youth I-eadership Council: "the application of leadership skills to
transform and create ajust society." This assumption also allowed the researcher
to avoid the debate about whether leadership can be used for evil ends.
Second, the researcher assumed that participants were--or viewed
themselves as--leaders. This assumption was necessary because participants were
chosen on the basis of their membership in a leadership group and not as the
result of any selection process in which they identified themselves specifically as
leaders.
The final assumption was that the participants in this study 'kalked their
talk." That is, the researcher assumed that participants were not deliberately
trying to be deceptive or disguise their true feelings. It was assumed that they
said what they meant and meant what they said. This assumption was necessary
because the focus group procedure and the theory of symbolic convergence are
not intended to test actions, but rather to analyze rhetoric.
Definition of terms
belief statement--a paraphrased expression about one's ideas, attitudes,
and expectations concerning Ieaders or leadership.
focus group intervielv-- a technique for data collection involving the use
of in-depth, group interviews in which participants are selected because they are
a purposive, although not necessarily representative, sampling of a specific
population. (I*derman, 1990)
leadership--the application of leadership skills to transform and create a
just society. (National Youth Leadership Council)
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leadership behavior-- the actions and reactions expected of a leader in a
youth senrice program which result in the achievement of organizational goals or
which further the mission of the group.
lea"dership characteristic- a feature or attribute that is uniquely
characteri stic of service-oriented leaders.
leadership statement--an opinion offered by a participant in a focus group
interview which contains a reference to the roles, responsibilities, behaviors, or
characteristics of service-oriented or ethical leaders.
leadership responsibilities-- the duties, obligations, or burdens which
arise as a result of being a service-oriented leader.
leadership role-- the set of functions and duties expected of a service-
oriented leader within the context of a service-oriented leadership group or
program.
leadership expectation-- a paraphrased expression of the central idea
contained in one or more leadership concept fragments. A leadership statement
may be a synthesis of two or more concept fragments.
leadership theme-- a synthesis of several leadership expectations which
represent a broad but distinct category of the roles, responsibilities, behaviors, or
characteristics of seruice-oriented leaders.
rhetoric-- the specific terms and discreet ideas that emerge in the course of
a relaxed and informal group discussion about a particular topic.
rhetorical vision-- the unified putting together of various shared ideas
(about ethical leadership) which gives a person a broader view of their role
within society. (adapted from Endorf 1987).
service-learning-- a type of education in which service related to subject
matter is given by youth with the service experience providing a part of the
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curriculum. Service-learning begins when a student is placed in the community
for service related to the subject matter. (adapted from Caskey)
service-oriented leadership-- action oriented leadership which is
characterized by planning, organizing, or implementing volunteer activities or
programs intended to benefit groups of citizens or the entire community.
symbolic convergence-- "The speech communication theory which relates
and explains the use of script analysis to study the organizational symbolic world.
Symbolic refers to the human tendency to interpret objects and signs and give
them meaning, and conyergence means the tendency of two or more private
symbolic worlds to come together or meet." (Bormann, 1982)
youth leader-- a Minneapolis or St. Paul high school student aged 1+Il
who has demonstrated an interest in leadership by participation in a youth
program that features leadership training as a central programmatic element.
youth service-- community service activities by youth undertaken as a
group project and on a voluntary basis. (McGill)
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Chapter 2 -- Selected Literature Review
This literature review is divided into parts to reflect the three interrelated
aspects of the research topic: service qriented leadership, leadership development,
and moral leadership. The final part is a brief review of literature related to the
methodology used in the study.
Serv ice-oriented I eadership
The Minnesota Department of Education (DOE) identifies "Youth
I-eadership" and 'Youth Service" as two prongs of a five-pronged umbrella
entitled, "Youth Development Framework. " (The other prongs represent "youth
enrichment," "youth career connections," and 'louth support networks.') By
placing these two components under the same umbrella, the DOE emphasizes the
interconnected nature of leadership and service.
Robert Greenleaf, in Seryant I-eadership, draws an explicit parallel
between leadership and service. Servant I*adership challenges some leadership
theories by insisting that leaders must be servants before they can be leaders. He
believes leaders derive their moral authority from the consent of the led. In turn,
followers confer moral authority on the leader in proportion to the "servant
stature" of the leader.
Greenleaf believes that "prophetic voices of great clarity" are everywhere
among us. They are omnipresent and invisible, flrd, like radio waves, are available
to those with the inclination and "equipment" to tune in.
In the following passage, he defines servant leadership: "A new moral
principle is emerging which holds that the only authority deserving one's
allegiance is that which is freely and knowingly granted by the follower to the
leader in response to, and in proportion to the clearly evident servant stature of
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the leader. Those who choose tofollow this principle will ...... freely respond only
to individuals who are chosen as leaders because they are proven and trusted as
servants. " (Greenleaf, 1977)
Caskey (1991) has extensively documented the educational effects of
service experiences for participants in service-learning programs. One effect is
that 'the person develops a sense of social responsibility, the capacity for
leadership, and a commitment to citizenship." She cites several specific outcomes
which are often regarded as leadership skills: "Develops political efficacy,
commitment to social responsibility and welfare," "Develops personal values and
beliefs. Makes decisions consistent with beliefs," and "Demonstrates skills in
verbal and non-verbal communication with others. "
Stanton (in Kendall, 1990) describes the critical role that service-learning
experiences can play in the development of leadership skills. After surveying the
literature of leadership development, Stanton identifies five attitudes and skills
important for leaders: "visionn" "learning how to learn from experience,"
'Judgment in action," "cognitive initiative," and "enabling others to learn and
take action." He describes how these characteristics are developed through
service-learning experiences and concludes, 'The pedagogy of service-learning,
by linking responsible participation in our 'untidy' world with a complete cycle of
self-reflective learning, provides an essential bridge for linking personal
empowerment with cognitive growth. As such it has a key role to play in
leadership development. "
Conrad and Hedin (1982) looked at the effects of experiential education
on adolescent development. This study reviewed 77 programs throughout the
country. Twenty-four effects (outcomes) cited by program participants were
observed for frequency. Three of these outcomes were directly related to
leadership competencies--"ability to get things done and to work with others"
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(937o agreed this was a common outcome), "risk taking--openne$s to new
experiences" (86Vo agreed), and "risk taking--assertiveness and independence"
(867o agreed).
A study by Calabrese and Schumer (1986) evaluated the effects of
adolescent involvement in community service progrilms on alienation. Twenty
Iive ninth grade students were instructed to develop and operate a ten week
community service project. The students were measured on the Dean Alienation
scale three times--once before the project, once immediately following the ten
week perid, and once ten weeks later. The scale measures total alienation, social
isolation, norrnlessness, ffid powerlessness. Attendance records, discipline
records, and GPA were also considered. The results were compared with a
control group of 25 ninth graders. Significant findings were that those who
stayed with the program (some dropped out) had significantly lower scores on
isolation and total alienation. Normlessness, powerlessness, GPA, and attendance
were not significantly reduced.
Youth leadership development
Jackson and Morton, in 'Youth I-eadership Developmento" point out the
following parallels between leadership and development theories. 1) Both are
concerned with the discovery of multiple world views, 2) both involve the
discovery of one's competencies or gifts as a leader,3) the need for a vision as a
leader is similar to the struggle with intuition and metaphor in the process of
development, 4) both involve an effort to discover who one is, what one loYes,
and what gives meaning to existence, and 5) both leadership and personal
development require ethical action and integrity.
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l.ouis lozzi, in "Decision Making in a Scientific Eran'o makes the
connection between ethics and the rapidly accelerating pace of change. His
"Socio-scientific Reasoning Model" is based on developing three areas of
competency: logical reasoning, moral/ethical reasoning, and role taking. He claims
that the new imperative for educators will be to "develop those skills necessary
for complex problem solving and decision making." Several of the skills he
identifies as necessary have an explicit moral purpose: taking the perspective of
others, examining and clarifying one's own ideas and values, and reflecting on
the role of self in society.
Coles (1986) points out that morality in children is not a matter of simply
making choices between competing values. Bedrock beliefs are less likely to
emerge from an analysis of test results than from observing actions and listening
to their words and rhetoric. Coles quotes Paul Tillich: "Morality for ordinary
people is not the result of reading books and writing papers, as we're doing.
Morality is not a subject, it is a life put to the test in dozens of moments.....it's life
affecting the views of ordinary people everyday."
Berman (1990) also believes leadership development is embedded in the
complex relationship between young people and the society in which they live.
In a paper entitled, 'The Development of Social Consciousness: Nurturing a
Positive and Empowered Relationship with Society," Berman shows that young
people develop a relationship with society much as they would develop a
relationship with another person. '?eople don't make moral decisions in
isolation," she writes. 'These decisions emerge directly from peoples'
relationship to society--from what they see as the dominant morality in political
culture, and from their sense of their personal ability to influence that culture. "
As an educator, Berman's main interest is in developing curricula. For purposes
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of this investigation, her research suggests that how young people feel about
their place in society may affect their views about leadership and ethics.
Most discussions of leadership eventually turn to the issue of power.
Hagberg (1984) offers a theory of power which is rooted in ethical principle.
Although it is couched in organizational language, her theory is relevant to this
thesis because it provides a model for leadership development.
It is essentially a development theory because it describes a six stage
process for achieving personal power. It is also a theory of moral leadership
hecause it seeks to integrate the inner life of the rnind and spirit with the outer
world of work and the broader social environment. She defines personal power
as "the extent to which one is able to link the outer capacity for action [external
powerl with the inner capacity for reflection [internal power]." (Hagberg)
Hagberg believes personal power (leadership) progresses along a
continuum in which the individual first appears powerless and dependent (stage
one) and grows through five successive stages. In stage two, "power by
association," the individual emulates the characteristics of those at higher levels.
This is the stage at which most high school youth operate. They actively seek
association with sports teams, drama clubs, student council, youth leadership
groups, etc. In stage three, "power by symbols," people assume the trappings of
power. This is the stage which society holds as the picture of success: financial
security, material possessions, and positional authority. In stage four, the
individual begins to question some of the underlying values of stage three
success. This stage is characterized by competence and reflection.
In stage five, "power by purpose," the moral content of leadership
emerges. Stage five leaders actively give away power and act on behalf of others
or in the name of principle. Five's integrate their own needs with the needs of
74
others and act in a spirit of community. Stage six people have given up the need
for power altogether. They exhibit an inner calm and are deeply spiritual.
Finally, it is important to note that some approaches to youth leadership
make little or no reference to the role of community service, and put little
emphasis on the moral dimensions of leadership. For example, in a study by
Blank (1986), respondents were asked eight questions about leadership roles.
None of the questions stressed community service, volunteer work, or any other
explicitly civic dimension of leadership. Likewise, a major attempt by Karnes and
Chauvin (1985) to identify the leadership skills considered most important by
youth puts little emphasis on leadership as an ethical endeavor. Only one of the
nine components of the inventory (values clarification) touches on this aspect of
leadership.
Moral leadership
A major study undertaken by the Girl Scouts in (Girl Scouts of the USA,
1989) concluded that 'thildren have moral assumptions about the basis of truth,
morality, and public commitment," and that, 'these assumptions act as "moral
compasses which help them navigate the challenges and dilemmas they face." In
this study, 5,000 children in grades four through twelve were asked 9O questions
and were identified as having one of five types of "moral compass." (Civic
Humanism, Conventionalist, Expressivist, Theistic, and Utilitarian) Significantly
for the present study, the largest percentage of respondents (75Vo) were classified
as civic humanist, in which, "moral judgments are made according to what is
regarded as serving the common good of the neighborhood, town, or nation at
large. "
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Burns (1978) makes the claim that leadership can be transformative rather
than merely transactional. The transformational leader interacts with followers in
such a way that the followers are brought to new levels of morality. This is made
possible because the leader fulfills the fundamental needs of the follower.
"I-eadership is a process of morality to the degree that leaders engage with
followers on the basis of shared motives and values--on the basis, that is, of the
follower's 'true' needs as well as those of leaders: psychological, economic,
safety, spiritual, sexual, aesthetic, or physical."
A prerequisite for moral leadership, according to Burns, is the ability of
followers tofe ely and conscinusly choose among real and competing leadership
alternatives. If the leader represents the true values of the follower, it is only the
follower who can decide whether those values are in fact embodied in the leader.
Without this freedom of choice, leadership loses its moral legitimacy and becomes
the brute exercise of power. "I-eadership assumes competition and conflict, and
brute power denies it." (Burns)
Grob (in Kellerrnani 1984) proposes a model of moral leadership hased on
the teachings of Socrates. Like Burns and Greenleaf, he sees morality at the heart
of leadership. Grob believes that moral leadership is grounded in the Socratic
commitment to seek the truth through a process of raising questions. But since
the Truth can never be apprehended by mere mortals, all assertions by the leader
that he or she speaks the truth become "the mere wielding of power on behalf of
static ideals. "
Grob differs from Burns in the emphasis he puts on leadership as a dialogic
activity. Burns stresses the role of the leader in elevating followers to higher
levels of morality, that is, to the leader's level. For Groh, leadership consists of the
leader and the led in a continuous dialogue, challenging and questioning one
another in a process he refers to as the 'tritical spirit. " Dialogue demands that
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participants be intellectual and (to the extent they are both questioners) moral
equals. I-eadership is a dialogical movement in which both participants engage in
that process of critique, that love of wisdom--'ln which their very identities as the
leader and the led are in question."
In a discussion on the "moral acceptability" of leadership, Gardner (1990)
suggests there are certain values that underpin American society, and that leaders
have an obligation to stay within that value framework in order to be morally
acceptable. He identifies these values as "the release of human possibilities,"
"individual and group," "law, custom, and belisf," and individual initiative and
responsibility. "
Gardner argues that the release of human possibilities is a moral imperative,
because 'othere are great reservoirs of human energy and capacity awaiting
leaders who can tap them," and the task is "at best half done." His comments on
individual and group have particular relevance to the present study of urban
youth: "Individuals become fully human and find support and identity in the
cultural framework supplied by family and community. Sound families and
communities provide young persons with security, a sense of belonging, a
framework of shared values and a network of caring individuals. But we have
seen the collapse of communities, of coherent belief systems, and of opportunities
for allegiance and commitment as well as for being needed and responding to
need." (Gardner, 1990)
Gardner claims that "law, custom, and belief' provide societies with a
framework around which to build consensus. When these begin to untangle,
society itself begins to disintegrate; therefore, it becomes the task of the leader to
uphold these values. Also, it falls to the leader to encourage individual initiative
and responsibility, and thereby share in the leadership task. "Sharing of
leadership tasks results in a more responsive and responsible political system.
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It ensures that the true needs of people are perceived by grass-roots leaders near
at hand. "
Ghandi's political philosophy of Sagagraha is perhaps the most explicitly
moral philosophy of leadership espoused by any 20th-century political leader.
His practice of nonviolence, civil disobedience, and non-cooperation were merely
methods of practicing the underlying philosophy of Sarlagraha, which is literally
translated as "holding on to truth," or'otruth force." Like the Socratic model, it
presupposes that no mortal can know the absolute truth, and therefore excludes
punishment and reward from the leadership equation.
Interestingly, Ghandi did not consider himself to be a leader: "I have said
before that I claim no followers. It is enough for me to be my own follower. It is
by itself a sufficiently taxing performance." (Kellerrllan, 1984).
Woodrow Wilson equates moral leadership with reform leadership. He
observes that moral leaders extend universally accepted moral principles to new
situations. (The abolitionist movement, for example, sought only to extend to
women the constitutionally guaranteed principles of universal freedom and
suffrage.) In his 1890 treatise on leadership, "I-eaders of Men," he uses an the
metaphor of an organism to describe society and suggests that the moral leader
represents that part of the organism that is most sensitive to the "consciousness
of the situation. " He says that, "Although these moral leaders appear first as lone
voices "crying in the wilderness," the consciousness of the organism is
eventually awakened and society inevitably comes to embrace the reform.
"Once aroused, it will sanely meet the necessities of conduct revealed by the
hour of its awakening."
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The focus group method and symbolic convergence
Focus group interviews are well suited for generating symbolic
convergence data because they allow for the free expression of ideas. Calder
(1977) classifies focus group interviews into three types: exploratory, clinical, and
phenomenological. This study used the phenomenological approach, in which
the researcher seeks to "understand how individuals in the group experience
their world, to see the world through the respondents eyes without evaluating
the accuracy or correctness of that view."
According to I-ederman, "the central assumption on which the use of
Focus Group Interviews is based is the therapeutic assumption regarding
openness and candor. Candor is permitted both because the members of the
group understand and feel comfortable with one another, and also because they
draw social strength from one another." (I-edeilnan, 1990) This is not to say they
assure free expression; this depends on other factors such as participants being
articulate and that "group think" (people agreeing for the sake of agreeing) does
not occur.
Irderman points out five other a$sumptions on which the validity of focus
groups rests: 1) people are a valuable resource of information about themselves, 2)
people are ffipable and articulate enough to report on their own thoughts and
feelings, 3) people need assistance "accessing" those thoughts and feelings, 4)
that the dynamics of the group results in "true" personal information rather than
information influenced by the group, and 5) interviewing the group is superior to
interviewing individual s separately.
Others have also observed the benefits of focus groups for exploring
attitudes and deeply held beliefs. Hess (1968) has identified two processes which
are closely related to fantasy chaining. These are "snowballing ("the process
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whereby one person's comment triggers a chain of responses from others'), and
serendipity ("when an idea pops out spontaneously').
Mariampolski (1984) has suggested the four functions of the moderator in
focus group sessions: rapport building, exploration, probing, and closing.
Rapport building establishes communication between group members and orients
them to the general task. In exploration, very general questions are posed, such
as 'TVhen I was in high school, I never felt as if student leaders had any power.
Have things changed much?" In probing, the moderator attempts to bring the
subject back to the topic or draw out more extensive responses, or elicit
responses from'*mutes.'o The closing phase allows respondents to emphasize or
clarify points. When conducting the interviews, the researcher attempted to
follow these guidelines.
One purpose of this study was to determine if the young people in these
leadership training programs do in fact share common values, beliefs and attitudes
about leadership and about their potential to affect ethical outcomes. In selecting
a theory to investigate these questions, the researcher looked for one that would
allow the subjects themselves the freest possible reign in describing and
explaining those values and principles that are most important to them as youth
leaders.
Ernest Bormann's speech communication theory of symbolic convergence
fits this objective very well. This theory 'telates and explains the use of script
analysis to study the organizational symbolic world. Symbolic refers to the
human tendency to interpret objects and signs and gives them meaning, and
convergence means the tendency of two or more private symbolic worlds of
individuals to come together." (Endof, 1987) In this theory, "fttouth leaders']
own communication statements concerning what is relevant to the definition of
their role [as leaders] allows the assessment of what symbols, imageries, stories,
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and sagas [youth leaders] share in giving meaning to their tasks and duties as
youth leaders. "
Symbolic convergence occurs in two stages. In the first stage, a discussion
group of peers dramatize the social reality of their environment through the use of
imaginatiye use of language, characters, and actions removed from the here and
now. A verbal expression of this type is called a fantasy theme. When one or
more additional members of the group become involved in this message, a fantasy
chain is established. Chaining is taken as evidence that a particular ethical belief
or value is shared. Fantasy chains that persist over a period of time define the
culture, or value system of the group.
Symbolic convergence occurs when members of a group share the same
symbol worlds. That is, when they use the same set of symbols, metaphors, and
speech patterns to describe their social reality. Bormann states that the evidence
for this convergence is present when group members begin to use the same
figures of speech, narratives, and analogies in a variety of settings.
The significance of this theory for this investigation is suggested by the
following statement by Endorf ('Youth leadern'is substituted for "principal" in
the original): "A common social reality can be shared through group fantasies
forming the basis for the role expectations of [youth leaders]. Symbolic
convergence allows people to share their common values, beliefs and purposes
through the interpretation of common symbols and objects. This theory allows
people to better understand their common experiences. " (Endorf, 1987)
Therefore, this theory should allow the researcher to determine if young people
who identify as service-oriented leaders (either by themselves or by others) share
similar orientations toward their roles as responsible leaders.
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How does the literature review relate to the topic?
The primary purpose of the literature review was to acquaint the researcher
with a variefy of definitions and conceptions of service-oriented leadership, and a
variety of perspectives on the nature of ethical leadership. It differed from
conventional literature reviews in that it did not examine other studies which
asked the same or similar questions. It was intended to provide some perspective
on the responses obtained from the interviews, not to provide data which could
be directly compared with other studies.
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Chapter 3 -- Methodolog5r
To make a staft
out of particulars
and make them general, rolling
up the sum, by defective means--
sniffing the trees,
just another dog
among a lot of dogs. What else is there?
And to do?
The rest have run out--
after the rabbits.
Only the lame stands --
on three legs. Scratch from front and
back.
Deceive and eat, Dig
a musty bone.
-William Car{os Williams
This chapter explains the process by which focus groups were selected,
the interviewing procedure, collection and treatment of data, and a short
explanation of why focus groups are well suited for detecting symbolic
mnvergence in a group. Finally, there is a short description of each of the youth
leadership groups interviewed for this study.
The Focus Group Interview technique was selected as the methodology
for this study. This technique was chosen because it was determined to be the
most effective way to study questions about values and beliefs, and particularly
because it allowed the researcher to probe group (and not individual) attitudes.
Selecting the focus groups
A list of approximately 20 youth leadership groups was compiled using
resources from the National Youth I-eadership Council in Roseville, Minnesota,
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the Minnesota Office on Volunteer Services, in St. Paul, and the St. Paul Mayor's
Office on Youth Service. The criteria for selecting this initial group were 1) the
program contained some element of leadership training, 2) the program contained
community service as a central programmatic element, 3) the program had a good
reputation in the youth service community, 4) group participants met on a regular
basis.
The Girl Scout Study on the Beliefs and Values of American Children
(1989) found that "social background and life experiences [of junior high and
high school aged students] are related to different moral orientations. " For this
reason, the researcher made an effort to include programs whose members were
from culturally diverse backgrounds. All programs contained some sort of
community seruice element. (In fact, in Minnesota, youth leadership and
community service are often synonymous.)
Directors of these programs were interviewed by phone in order to obtain
the following information: 1) strength of the leadership component, 2) interest
and cooperation on the part of the program leader, 3) interest on the part of the
youth participants, 4) quality of the program (as indicated by how many and
what activities the group participated in, existence of an educational/curricular
component), and 5) logistics (whether the group met within the time frame of the
study).
On the basis of these conyersations, seven programs were invited and
agreed to participate in the study. Interviews were conducted with all seven
groups, but two, Youthl-ead of Fargo/Moorhead and the Augsburg Youth-
Service program, were later dropped from the data sample. Youthl-ead was
dropped because it was not a Twin Cities urban group. Augsburg was dropped
because it consisted mostly of college students.
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The five remaining programs were the West Side Citizen's Organization's
youth program called Teens Networking Together (TNT), the +H Ambassador
program, Red Cross Positive Youth Development Program, Young Life of St. Paul,
and Fresh Force of the St. Paul Public Schools.
Focus group interviewing procedure
Group interviews began by seating people around a large table or on
chairs affanged in a circle. The researcher pointed out that the session was being
recorded and explained that all statements were confidential. It was also stated
that the results of the study would be reported anonymously. Introductions were
made and the following statement was read (or paraphrased):
This afternoon, we are going to talk about your thoughts about what
leadership is. Before we get started, I want you to think about somebody
you consider to be a leader. This person can be a fellow student,
somebody you met while volunteering, a teacher, a public figure--just
anybody you think is a leader. You may or may not know this person
personally.
After some discussion, the researcher continued with the following
statement:
When I was in high school, I was on the student council. This was
supposed to be a leadership position, but we didn't really have any Power.
It seemed that when it came to the real issues facing the students--like
length of the school day and what we studied in class--we didn't have any
irdluence at all. Is it still that way?
?s
Rather than simply being a questioner, the researcher attempted to guide
the session using the structure suggested by Mariampolski--rapport building,
exploration, probing, and closing. It was sometimes necessary to interject in order
to keep the discussion on track while being as unobtrusive as possible.
An important technique when using symbolic convergence theory is to
observe for agreement between participants. Evidence of agreement is found by
obserrying body language (nods, smiles, etc,) as well as verbal statements of
agreement. This kind of body language communication is taken as evidence of
agreement on the subject under discussion. Therefore, the interviewer made
notations when this kind of moyement was observed.
The following five questions were used to guide the process when the
discussion strayed from the topic or lagged: l) What are the roles and
responsibilities that leaders have? 2) As you think of your ideal leader, what
behaviors and personal characteristics does this person have? 3) What
connections do you see between ethics and leadership? (Or 'What is ethical
leadership?') 4) How do young people develop leadership skills? 5) What have
been the most important influences on your development as a leader? All
questions were addressed to the whole group, rather than directed to any specific
individual. People were addressed individually only if they were reluctant to
speak up by themselves. When an individual attempted to dominate the
discussion, the interviewer tried to solicit a response from another person.
Collection of data
Each focus group session was tape recorded and then transcribed,
resulting in 54O written statements. Statements that were unintelligible or, in the
judgment of the researcher, ranged too far from the topic, were not transcribed.
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(For example, a conversation about plans for a football game that evening was
not transcribed.) Statements that occurred more than once were noted. Also,
statements that were accompanied by physical or verbal responses indicating
agreement were also noted.
Treatment of data
The written transcription of 54O statements was then analyzed (along with
session notes) for beliefs and attitudes about leadership roles, responsibilities,
behaviors, and characteristics. Statements that were relevant to the research
questions were retained. Statements which were clearly irrelevant to the research
questions were eliminated, resulting in a data set of 71 statements. Then,
statements that, in the judgment of the researcher, were substantially similar to
other transcribed statements were combined and paraphrased, resulting in 49
discreet statements about leadership roles, responsibilities, behaviors, and
characteristics. Key phrases and key words were not paraphrased, but were used
intact.
In some instances, a statement was retained for the data set that was not
directly corroborated by another transcribed statement in the data set. This is
because the theory of symbolic convergence suggests that verbal or physical
gestures may also be taken as evidence of agreement during a group interview.
If, according to the interviewer's notes and personal memory of the interviews,
the opinion was shared by at least one other subject in any of the focus groups,
the statement was retained for the data set.
Each of the 49 statements were then sorted into one of four categories,
according to whether they were statements about leadership roles,
responsibilities, behaviors, or characteristics. To improve the reliability of the
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sorting process, each statement was categorized by a team of three raters
consisting of the researcher and two independent raters.
First, the two raters were given a written definition of the terms leadership
role, leadership behavior, leadership characteristic, and leadership
responsibility (see Definition of Terms, Chapter 2) and asked to refer to it as each
of the 49 statements were read. After each statement was read, they were asked,
"Is this a statement about leadership roles, responsibilities, characteristics, or
behaviors?" Then, the researcher categorized the statements following the same
procedure. When a statement was categorized by two of the three raters into a
particular category, it was assigned that category. None of the 49 statements
were sorted by the raters into three separate categories.
This process resulted in 1l I-eadership Role Expectations, 10 I-eadership
Responsibility Expectations, 13 Leadership Behavior Expectations, and 15
I-eadership Characteristic Expectations. (See tables l-4.)
Next, from each of the four groups of I-eadership Expectations, broad
themes were deduced. The process of deducing l-eadership Role Themes was as
follows. First, the researcher read the statement and assigned it a preliminary role.
For example, role statement #1 ("A leader is someone who represents people')
was temporarily assigned the role "agent." Likewise, role statement #3 ("I teach
behavior, I try to teach followers how to accept things as they are, and how to
handle constructive criticism') was assigned the role of "teacher." A new role
category was created whenever the researcher encountered a statement which
did not (in the judgment of the researcher) fit any previous category. This
process resulted in the five I-eadership Role Themes. The themes were intended
to be broad yet distinct categories of each of the leadership dimension. Within
the role dimension, the themes that emerged were "teacher," "controller,n'
"ethical agent," and 'tommunicator." (See table 1)
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For Research question s #2 (responsibilities), #3 (behaviors), and #4
(characteristics), the process was slightly different. For the statements in these
categories, a brief descriptive phrase (2-5 words) was devised which represented
the central idea of the statement. This phrase was termed the "I-eadership
Expectation." Thus, I-eadership Responsibility Statement #1 ("Blending people
together with different backgrounds and experiences is really important')
represented the Leadership Responsibility Expectation, "to encourage
diversity. "
Next, this list of descriptive terms and phrases (I-eadership Expectations)
was analyzed for common themes. For example, the descriptive phrase for
I-eadership Responsibility Statement #9 ("to consider all opinions") was
determined by the researcher to be similar in nature to I-eadership Responsibility
Statement #1, ("to encourage diversity') and a theme was devised which
encompassed the central idea of both phrases. Thus, the phrase, "to respect
differences" was devised to represent both statements.
This process was repeated for the remaining leadership dimensions,
resulting in four I-eadership Responsibility Themes, three I-eadership Behavior
Themes, and five l-eadership Characteristic Themes. A schematic diagftIm of this
procedure is found in Appendix 1.
Focus groups and symbolic convergence
Symbolic convergence within a focus group occurs when two or more group
members share the same symbol world. H the same symbol world concerning the
concept of service-oriented leadership is widely shared by the group, then it can
he inferred that group members also share fundamental beliefs and attitudes
concerning the focus group topic.
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Focus groups are particularly well suited for detecting symbolic
convergence within a peer group for seyeral reasons. First, participants are
engaged in a relaxed and informal discussion with peers and are therefore more
Iikely to reveal deep seated attitudes and beliefs. Second, the interviewer is able
obserye and record non-verbal responses which suggest agreement (fantasy
chaining). Third, focus group discussions allow participants to probe their own
feelings and attitudes about the topic, even if they have not previously had the
opportunity to analyze or articulate those feelings. This adds a depth to the
interview responses which is not attainable with one-on-one interviews or paper
and pencil tests.
Description of group interviews and summary description of youth leadership
programs
Young LiIe - Young Life is a non-denominational Christian youth organization
whose primary mission is to introduce youth to the teachings of Christ, and to
provide activities and direction to young people. The program operates in urban,
suburban, and rural areas nationwide. Staff are selected from various ethnic
backgrounds and trained in theology and adolescent studies. The program
functions as a club--a place where young people can hang out informally. Young
Life is not a leadership program as such, but many chapters incorporate leadership
training activities,
On February 15, 1992, the researcher presented a short summary of the
research project to a group of young people at a regularly scheduled Young Life
meeting on Selby Avenue and asked for volunteers to participate in the study.
With the promise of pizza, twelve people volunteered and three more were
subsequently added by the program director. When the researcher arrived (early)
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the following week, the researcher found the group in a variety of activities. The
group sang songs and watched a video advertisement for a summer camp they
would be attending. Another group of young women was participating in a
"hygienen'class. The instructors talked about hair care products, skin care, etc.
Another group of young men were just "hanging out."
TNT - flnterview Feb. 18, 1993) TNT (Teens Networking Together) is a program
of the 'West Side Citizens Organization (WSCO) located on Stryker Avenue in
West St. Paul. WSCO is a nonprofit corporation whose mission is to "promote
harmonious conditions, and favorable community relationships.....and to educate
the community as to the necessity for maintaining community pride in matters of
common interest for the preservation of a desirable, livable neighborhood." The
goal of TNT is to "give teenagers a chdnce to contribute their input into
changing and developing their community of the West Side." Participants in
TNT, who are recruited from high schools and other area youth groups, identify a
community problem, establish a committee (task force), develop and implement a
plan of action, and then disband the committee. At the time of the visit,
committees were organized around the following issues: crime prevention,
cleaning up West Side St. Paul parks and commons areas, establishing a women's
shelter, mentoring, and eliminating graffiti from neighborhood buildings.
The group met two evenings a week. At one of their meetings, held at the
Stryker Avenue headquarters, the researcher presented a short summary of the
thesis and invited the group to come the following week. With the promise that
pizza would be served , 14 young people showed up, ranging in age from 14 to
19. The researcher was last on the agenda. (In fact, the program director had
forgotten the appointment.) The group spent the first hour discussing their plans
for the upcoming weeks and months. Dances, fund-raisers, a gang convention (to
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which they were not invited because they were not a gang) and a summer trip
were among the items of discussion.
4-H Ambassadors --This interview was conducted in a small farmhouse near
Hampton, Minnesota. Participants were gathered to discuss other business as
well as to participate in the focus group interview. The interview lasted about
one and a half hours.
The +H Ambassador program is sophisticated and comprehensive.
According to +H literature, the primary purpose of the program is 'to represent
all +H members as the key 'storytellers' about the 4-H program to the public."
The 35 participants in the program campaign for election to this elite program.
Candidates come from within the 4-H system. The majority of ambassadors are
those who have been nominated by the general memhership for the offices of
President, Vice President, Secretary and Treasurer. Nine are selected after an
intensive Record Judging process. (Candidates are required to keep an detailed
record book of activities, personal goals, etc.). Others are "at-large" type
selections or previous participants.
One of the key activities of the Ambassadors is to plan and implement a
statewide Youth Iradership conference which attracts about 400 participants
each year. They also serve as "Ambassadors on call" to serve as speakers,
M.C.'s and trainers of county Ambassador programs. Many other activities are
"assigned or assumed on the local level in collaborative work with agents and
volunteer leaders. "
Ambassadors also participate in an intensive four day leadership training
program in July (which includes learning factual background knowledge of 4-H,
becoming aware of their personal learning style, developing communication skills,
developing collaborative team building skills, etc.). At a three day winter retreat
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the ambassadors evaluate and reflect on the years activities and begin planning
the following year.
Fresh Force (Interview Tuesday, March 43, lW3 at Humboldt High School)--
Fresh Force is a community seruice-learning and leadership program currently
offered in twelve Saint Paul Public Schools. It was founded in 1988 to offer
community service opportunities and leadership training for high school and
junior high school students. Fresh Force participants identify school and
community problems and develop group plans and activities to address them. In
one such project, students seek to improve the school environment through a
poster campaign. The posters encourage students to take responsibility for their
own environment by cleaning up commons areas and by refraining from writing
gratriti.
Red Cross Postltve Youth Development Program-- This interview took place at
the Red Cross headquarters in Minneapolis. Seven people attended and ranged
in age from 8th to 1lth grade.
According to Red Cross literature, this program "works with youth ages 8-
18 to develop their leadership skills, commitment to community service, self-
awareness and appreciation for diversity. The program serves junior and senior
high school students from diverse racial, ethnic, economic, geographic and
experiential backgrounds. The target population is youth whose leadership
potential and social development have not yet been fully developed."
Young people engage in one or more of the following activities: a peer led
leadership development camp, peer to peer HIVIAIDS education, safety training
and certification, Elderfriends, child safety instructors and disaster action teams.
The leadership camp is the flagship Red Cross youth program. Its most distinctive
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features are the use of youth staff leaders and a one-day community service
activity conducted in conjunction with the camp.
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Chapter 4 -- Reporting of Data
This chapter presents the 49 Leadership Expectations which were derived
from the transcripts. Each statement was edited for clarity and categorized into
one of the four leadership dimensions according to the process explained in
Chapter Three. Each of the four sets of data are followed by u chart showing
how I-eadership Statements were summarized as Leadership Expectations and
then assigned to a Iradership Theme.
Research Question I What role do high school aged service-oriented leaders
view for themselves in school and society?
A leader is someone who represents other people.
I-eaders know how to recognize problems and manipulate the system to fix the
problem.
I am a leader because I try to set an example. I see myself as a controller. I try to
get people to focus.
I-eadership involves modeling behavior, structuring situations, and setting limits.
I-eaders are not always in front or on top. Sometimes being a leader means being
a follower.
Pancho Villa was a great leader because, even though he killed people, he
sacrificed his own life for the revolution.
I-eaders don't follow anybody. If they did, they wouldn't be leaders.
You can only be a leader at things you are best at. I-eadership follows talent.
lraders are learners first. They get wisdom from the people who have gone
before.
A leader is someone who can persuade you to go one way or another.
I teach behavior. I try to teach followers how to accept things as they are and
how to handle constructive criticism.
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Research Question 2: IYhat are the moral or ethical responsibilities of high
school agd service-oriented leaders?
Blending together different ideas and people with different backgrounds and
different experiences is really important.
Being a leader means knowing how to work with people, how to relate to and
motivate people, and how to encourage teamwork. Helping others is a very
important part of leadership.
Trust is the most important aspect of leadership. Without trust, you cannot
develop a team atmosphere and things will not get done.
A good leader always thinks of the people she is representing before herself.
I-eaders are always number 2.
I-eadership means putting differences aside for the betterment of the group.
As a leader, I have a responsibility to be caring about what you do, to be
knowledgeable about your tasks, for the people around you, and for the things
that go on.
I-eadership is service to other people. When you serve, you're leading people by
guiding them to do new things.
I-eaders are ethical. If you are doing the right thing, and people realize you are
doing the right thing, then you're a leader.
I-eaders must listen to everybody, but they don't have to do or be what
everybody wants.
Helping others is a very important part of leadership.
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Research Question 3 lVhat personal characteristics do service-oriented
leaders exhibit?
I-eaders have the courage to take risks.
I-eaders answer the call to share what they can with others.
A leader is someone who has a skill, a gift in a certain area, and shares that gift.
Therefore, everyone is a leader.
I-eaders have charisma, an energy they can share with other people. They rse
that energy to connect with other people, and that energy can be either positive
or negative.
I-eadership means being yourself.
Everyone experiences pain. \ffhat you do with that pain is what makes you a
leader.
Everyone has a leader within, but when you feel comfortable with hing who
you are, you try new things and you take some risks, and you expand on your
natural leadership gifts.
Charles Manson was a leader because he brainwashed people and he could even
make people go and kill other people. He was no role model, but he was a good
Ieader.
I-eaders aren't afraid of anybody and they don't put up with anybody's hull.
I-eaders are confident and demand respect.
Everybody is a leader and everybody is a follower. The leaders are the ones that
live up to the leadership potential within them.
I-eaders know how to accept criticism about themselves.
A leader is somebody who doesn't try to be like anybody else. You have to be
yourself. You can't be a "wanna be" and be a leader.
An important quality of a leader is to be able to hold an opinion yet at the same
time not be biased.





Research Question 4 \{hat behaviors characterize service-oriented leadens?
Just because a person dominates a group doesn't make that per$on a leader.
I-eaders know how to work in chaotic situations and they know that chaotic
situations are really the most productive times.
Trust is something that takes a long time and a lot of hard work to develop. It
doesn't happen overnight, but is essential to building teamwork.
Building friendships is an important part of leadership. You have to he genuinely
concerned about somebody else or they won't follow you.
I-eadership means getting involved. When you get involved, the world becomes
a very small place.
If you treat everybody as family, you will do all right.
When I think of a leader, I think of someone who is going in a certain direction.
Its only when you go in a certain direction that people will get behind you and
follow you.
I-eaders have control of the situation at all times. They know what they are
doing and they are able to direct people.
I-eaders follow their morals and that is why other people look up to them.
I-eaders set personal goals and aspire to those goals.
You can't set out to be a leader. You set out to do what you want to do and
then people follow you.
A leader creates a positive atmosphere.
Taking responsibility for myself is what marks me as a leader.
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Chapter 5 -- Discussion
This Chapter discusses some of the issues encountered in trying to
categorize statements concerning leadership into discreet themes, provides a
narrative description of each of the Iradership Role Themes, presents the
I-eadership Expectations and Themes in chart form, and ends with the Service-
Oriented Leadership Questionnaire.
Deriving the Leadership Themes from the Leadership Expectations
required that judgments be made about the precise meaning and intent of the
I-eadership Statements. This meant that the data were filtered through the biases
of the researcher. It also necessitated that a particular statement be categorized
into a single theme, when in fact it may have reflected several themes. For
example, the statement, 'Trust is something that takes a long time and a lot of
hard work to develop. It doesn't happen overnight, but is essential to
developing teamwork.") was assigned the theme "establishes grouP cohesion"
because 1) it describes a deliberate process of building group cohesion through
trust, and 2) the phrase "it takes a lot of hard work" was a reference to personal
growth. Howeyer, it might also have been grouped under the lradership
Responsibility Theme "to foster teamwork."
The Focus Group Interryiew technique also provided access to the
reasoning processes of the respondents. By understanding the context (from first
hand knowledge) of the statements, the researcher was able to make judgments
that were grounded in the "rhetorical reality" of the group. Therefore, while this
statement does not contain any explicit reference to ethics or morality (the
"team" might have worked toward evil ends), the personal experience of the
interview that produced the statements provided convincing evidenffi that group
members believed an important purpose of leadership was to "create and
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transform a just society," a phrase used by the National Youth I-eadership
Council.
The following I-eadership Themes were distilled from the kadership
Statements in the manner described in the section of Chapter Three entitled
Treatment of Data. Following each I-eadership Theme is a chart which shows
how each theme was derived from the I-eadership Expectation, which was itself
derived from the I-eadership Statements.
Research Question I . What leadenship role do high school agd service-
oriented leadens view for themselves in school and in society?
Controller
The role of controller is perhaps most succinctly summed up by the
statement "leaders know how to recognize problems and manipulate the system
to fix the problem." The role of controller closely parallels the Behavior Theme
"orders and controls the environment." Taken together, these themes suggest
that the study respondents saw this as an important aspect of leadership.
T e ac h e r I Le arne r / C o mmunic ator
Did these young people, like Socrates, see leadership as dialog? The five
l-eadership Expectations for these role themes do reflect a belief that encouraging
dialog is a central role of the leader. These three roles emerge clearly in the
following excerpt from the transcript: "Life is a learning process. Each day you
learn something. You have to go out and learn, that's true, that's what life is--
what said--all we do is learn, all we do is think....you can see all types
of leadership, I mean there's people that lead through humor, or just through
following--or listening....Iraders have to listen to everybody, but they don't
have to do or be what everybody wants."
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Did these young people view leadership in Ghandi's terms of leader as
seeker-of-truth (Satyagraha), and leader as leader-of-self ("It is enough to be my
own follower.') While many of the study participants mentioned the importance
of self-leadership the leader as seeker-of-truth did not appear explicitly as a
theme. None of the themes that emerged made a connection between dialogue
and truth-seeking.
Agent
An agent is someone who represents another person's interests. The idea
of leader as agent appears from the focus group conversations to be ethically
neutral. That is, the agent may represent another person's interests for altruistic
reason (as is at least suggested by role expectation #9) or for self-interested
reasons.
Research Question 2 . What are the moral or ethical Feslxlnsibilities of high
school agd service-oriented leaders?
Respect Dffirences
"Respecting differences" was a recurring theme in the focus groups,
perhaps because of the multicultural environment in which these young people
live, work, and go to school. The three Iradership Expectations in this category
(to encourage diversity, to consider all opinions, to encourage talent) seem to
reflect a belief that all people have distinct talents and perspectives, and that the
leader has the responsibility to not simply tolerate differences, but to encourage
diversity by summoning their talents and perspectives-
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Foster Teamwork
The importance of teamwork was stressed in varying degrees by different
focus groups. This was clearly a reflection of the group's own degree of success
in building teamwork in their own activities. While two focus groups modeled
poor teamwork and group cohesion, two others demonstrated (by their own
personal conduct and comments) a great respect for grouP process.
Did the researcher find any evidence that young leaders believe that the
primary leadership task is to uphold the values of the community? (i.e., John
Gardner's view of leadership) One group in particular (+H) modeled what it
means to be a community. (Every group member was involved and engaged,
every member was valued for his or her own skills and interests, and every
member bought into the mission, values and ideals of the group.)
Nevertheless, it is not certain that the concept of community that emerged
from these discussions was identical to Gardner's definition. Gardner views
community as a framework that serves to keep the social fabric together. In
contrast to this utilitarian view which stresses "law, custom and belief," these
young people seemed to view community as an ideal in itself.
Other-Oriented
In a departure from more conventional expectations of leaders, the theme
of service to others as a re$ponsibility of leadership wa$ found throughout the
data.
These young people believed that an important part of leadership is to
"seruer" "care forr" "represellt," and "help" others. The theme of service was
also manifested as a Leadership Characteristic ("sharing'), and as a Leadership
Role ("teacher").
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One participant said directly that his definition of leadership was service.
..I think when you $erve, you serve as a role model. When you serve you also
help people and by helping other people you're also leading them in a sense,
you're guiding them to do other things."
Ethical Behavior
The responsibility of leaders to behave ethically is apparent in a number of
the I-eadership Expectations. These expectations go beyond simply "doing the
right thing. " They appear to reflect an entire value system which is rooted in
community values. To respect differences, to foster teamwork, to be other
oriented, to develop an authentic self, to be selfless, and to establish group
cohesion are all behaviors or characteristics which either require or foster value-
centered leadership.
Research Question 3 . lVhat personal characteristics do service'oriented
leaders exhibit?
Orders and Controls the Environment
I-eaders were seen as being responsible for the atmosphere of the work
environment. While some viewed the leader as someone who behaves in a
controlling and eyen manipulating waf, most expect leaders to utilize a more
cooperative style. The presence of both these opposing views of leadership may
reflect the fact these young people live in school cultures characterized by
command/control leadership, but they are also active in leadership programs
which tend to emphasize a less authoritarian view of leadership. In both
instances, these young people held the leader responsible not just for results, but
for the process of producing results as well.
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SeIs and Pursues Personal Goals
..Directionality" is the key idea with this theme. Setting personal goals
does not come naturally to many high school students, but these young people
were very aware of the connection between goal setting and leadership. For
example, "It's only when you go in a certain direction that people will get behind
you and follow you."
Establisftes Group Cohesion
I-eaders are responsible of establishing and maintaining group cohesion,
according to these young people. Group cohesion is often established by
insisting on standards of behavior, including trustworthiness, and personal
responsibility. For many youth service-oriented leaders, these personal
characteristics are viewed as strong governing factors in the leader-follower
relationship. This emphasis on correct personal behavior may be what led one
focus group to criticize hesident Clinton, whom they viewed as "saying one
thing and doing another.'o
Research Question 4 . lThat behaviors characterize service-oriented
leaders?
Gified
A number of Focus Group statements suggest that these young people feel
leadership is a talent or a gift. Yet they also appeared to believe that the gift is
widely shared. They saw leadership more as a process of becoming comfortable
with one's self, developing one's talent and sharing these talents with others for




The researcher found a strong emphasis on being "true to one's self"'as a
Iradership Characteristic. This was manifested in statements like "As a leader,
you have to be yourself, you cannot create false impressions," and 'You can't be
a wanna-be and be a leader." This may be a reflection of the "identify crisis"
that is typical of the adolescent years. It may also reflect a realization that leaders
need to be personally strong to thrive in today's competitive and complex world'
Personally Powerlul
The "personally powerful" theme emerged most clearly from the two
inner-city youth groups. some participants in these groups were (according to 
an
official of the program) gang members, and may have seen this characteristic as a
necessity of survival as much as a desirable leadership characteristic- In their
eyes, leaders are those who are the most confident, fearless, and courageous'
Others saw leadership power more in Hagberg's terms--as the ability to
reflect action with reflection. The recurring theme of authenticity suggests an
awareness of the need for leaders to be reflective, and three Behavior
Expectations (establishes direction, takes initiative, sets personal goals) strongly
suggest an orientation toward action. Although these young people may not
have used Hagberg's terminology to describe their attitudes and ideas, their
conception of leadership does appear to recognize this dual nature of leadership'
One focus group produced an interesting comment relating to personal
power. At the end of the session, the speaker commented on the class president
(7.),who had been present in the discussion but mostly silent. After he departed,
she said, 
..Just like with z. you know, student council president, they try and run
him. Heo s just trying to be nice and say well what do you guys want, let's get
this together, get a list of things you want, and go through' But Z' don't do
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nothing. Everybody cuts Z. off. Oh,Z. is just 2., you know. That's how
everybody looks atZ. That's like not having self respect, right there." These
comments suggested an almost hostile attitude toward those who claim to be
leaders but do not have an assertive personal style.
Selfless/Objective
These two themes were not widely shared throughout the focus groups
but they are included because they were felt to be important I-eadership
Characteristics that are distinct from any of the other categories. (From the 4-H
group.)
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Chapter 6--Conclusions and Recommendations
In this study, I have attempted to identify central themes which
characterize the views of a select group of young people concerning the roles,
responsibilities, behaviors, and characteristics of service-oriented leadership. In
this chapter, I provide short narrative descriptions of these themes. AIso, I
provide recommendations for youth groups concerning how the results of this
study might be used by practitioners in the field of youth leadership, comments
and reflections on the research project, and questions for further study,
The central role themes that emerged from this study were leaders as
agent, leader as controller, and leader a.s communicator. Both the agent and
communicator theme suggest a belief that leadership is a process in which the
leader represents the interests of the group and continually facilitates
communication between the Ieader and the led. This conception resembles
Greenleaf s servant-leader and suggests that these young people believe an
important aspect of leadership involves serving the needs of others.
While this "interactive" conception of leadership predominated, some
respondents did acknowledge that an important role of the leader is to exert
control when warranted hy circumstances. The leader as controller theme more
closely resemble$ a more traditional view of leadership in which the leader
manipulates the environment to bring about desired ends, presumably for the
benefit of the led. It was not apparent that these young people saw these roles as
contradictory. Rather, they seemed to believe that leaders needed to be able to
switch back and forth between roles depending on the demands of the situation.
The ethical responsibilities of service-oriented leaders, as seen by the youth
in this study, are to respect differences,,foster leamwork, behave elhically, and
be other-oriented. The belief that leaders should respect differences and foster
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teamwork may be a reflection of the racial tensions which, according to a recent
study by People for the American Way, currently afflict large urban school
districts, ffid the St. Paul School district in particular.
A belief that leaders should be other-oriented is probably most directly
summed up in the I-eadership Expectation, "Helping others is a very important
part of leadership." This was probably a reflection of the service orientation of
the groups interviewed for this study.
Three themes emerged around the behavior expectations of service-
oriented leaders. These themes were orders and controls the environmenl, sets
and pursues personfil goals, and esfablishes group cohesion. Among their
expectations was that leaders treat others as friends. That is, they felt leaders had
a responsibility to be friends with those they led. Clearly, these young people
hold very high standards for those whom they consider leaders.
Four leadership characteristic expectations emerged from the study--
authentic self, personalty powerful, selflesslobiective, and giJted. Although
many respondents viewed leadership as a gift, there was also a strong tendency
to view leadership as a process as of personal growth. There was agreement that
leadership is a process of hecoming, and this process requires a degree of personal
introspection. Their rhetoric seemed to suggest a belief that successful leaders
use natural gifts to build a unique and authentic persona which can then be used
to help others.
Recommendations for Youth groups
What can service-oriented youth leadership groups do with the findings of
this study? Young or emerging organizations can use the questionnaire to
survey the attitudes and beliefs of their own leadership group. This might help
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the group identify core beliefs about leadership--what do group members believe
is the most appropriate and effective model of leadership? The results of the
survey might be used to develop written materials for a leadership training
program. They might also be used as the basis for a series of discussions about
the goals and priorities of the group.
This study suggests that the idea of service as a primary leadership task
must be made more explicit if leadership training programs are going to more
accurately reflect the ideas and beliefs of today's high school aged leaders.
One way to accomplish this would be to integrate the issues and concerns
typically found in service-oriented youth leadership training programs into the
broader realm of youth programs in general. Most youth leadership training
programs would probably benefit from the addition of a service component to
their regular curriculum or activities.
The young people in this study believe that leadership is a shared process
of inquiry more than the mere application of managerial techniques. They believe
that old command and control definitions of leadership are increasingly unable to
account for the complexities and ambiguities which they see looming as they face
their collective future. Many are equally confident that leadership that seeks first
to help others is not only good for their own personal future, but will benefit the
larger community of which they will eventually be members.
Theobald (1987) suggests that young people need to be encouraged and
trained to consider the implications of their decisions if the world is to avoid the
potentially harmful effects of technology. Stewart (1988) points out that a
primary task of leadership education is to lead students toward an understanding
of ethical and moral standards. He also points out the necessity of leadership
training to the successful operation of a democratic society. A structured
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discussion of the four dimension of leadership studied in this thesis might be one
way for young people to pursue the objectives of both Theobald and Stewart.
In the following passage, Purpel (1989) implicitly poses the question which
underlies this study. "Basic to our difficulty has been our inability to develop a
close and enduring sense of democratic community; we are driven by a value
system oriented toward individuality, competition, and material success. We have
argued that, in spite of our pluralism and diversity we do in fact have the
possibility of creating an overarchine colsensus of general aspirations and moral
principles." Perhaps the leadership themes generated by this study could be a
starting point for young people to begin building this "overarching consensus."
Comments and reflections on the research project
A shortcoming of this research is that it does not adequately answer the
research questions proposed. This is because the questions are philosophical in
nature, and because they are not clear, specific, and unambiguous enough to
insure that they are interpreted in the same way by each participant. If I were to
repeat the study, I would make several changes designed to produce more valid
and reliable results. One would be to focus on a specific type of leader,--for
example, 4H, student council, gang, class president, etc. This would narrow the
scope of the inquiry and guarantee that participants were "on the same page."
Then, if evidence of symbolic convergence were found, it would be identified
around a specific and recognizable youth leader-figure.
Symbolic convergence in a focus group occurs when group members share
the same symbol worlds. For this study, symbolic convergence occurred when
group members used the same metaphors, speech patterns, figures of speech,
narratives, or analogies. The researcher used an informal method for detecting
50
convergence. This took the form of written notes and visual observations during
the interview. After the interviews, the researcher determined which statements
were to be included based on these notes and his memory of the conversations.
In future research using symbolic conyergence, I would be careful to
transcribe each focus group session prior to conducting the next session. From
the transcription, I would prepare a list of ideas, analogies, metaphors, figures of
speech, narratives, and symbols which could be used in looking for such evidence
in the next group. I would also prepare a table of body gestures (nodding,
pointing, smiling, etc.), and verbal cues (uh-huh, th, etc.) to look for when
conducting the interviews. Both of these interview aides would be prepared in
the form of a checklist. A separate person would be employed specifically for
recording this information on the checklist, thereby freeing the researcher to
concentrate on the discussion.
I would ask more specific and unambiguous questions during the
interview process. For example, "What personality characteristics does the ideal
leader have?," or "Draw a verbal picture of your ideal leader." Each major
research question would have related sub-questions designed to probe more
deeply into the major question.
I would assign each question a certain amount of time for discussion, then
interrupt the group to re-focus the discussion toward the new question. By
helping to continually focus the group on the topic question, this technique
would produce responses specific to the question under study, reduce the
number of statements unrelated to the topic, and increase the number of related
(valid) responses. It might also help to draw in "mutes" by introducing a
different--and possibly more engaging--question.
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Questions for further study
This study raises more questions than it answers. Among the questions
which might be addressed by others interested in the general topic of youth and
leadership are these (I arn indebted to Dr. Faye Caskey for some of the following
suggestions): What are adolescents developmentally capable of achieving in
terms of leadership skills? Does the cultural environment of the adolescent
promote or hinder the development of leaflership skills? How can we call forth
empathy and motivation for service and for those who choose to serve? Can
schools or youth servic€ agencies empower youth to take their righful roles as
leaders? How can high schools be transformed into environments which promote
the healthy development of leadership skills? Are there class or race based
differences in the way leadership responsibilities are perceived? What
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Appendix 6. Service-Od,ented Leadership Ouestionnaire
Please circle the most appropriate answer-
1. Leaders have control of the situation at all times. They know what they are














































































3. Leaders aren't afraid of anybody and they don't put up with anybody's bull.
42
4. A leader has to have control, in a good wflfr and create a positive
atmosphere.
S. Leaders follow their morals and that is why other PeoPle look up to them.
42
47
G. You can't set out to be a leader. You set out to do what you want to do and
then people follow you.
42

















































































9. Leaders are not always in front or on top. Sometimes being a leader means
being a follower.
42
10. As a leader, I have a responsibility to be caring about what you do, to be
knowledgeable about your tasks, for the people around you, and for the things
that go on.
42
11. Everyone experiences emotional pain. What you do with that pain is




12. Leadership means putting differences aside for the betterment of the
group.
13. A leader is someone who can persuade you to go one way or another.
42
42
14. A leader is somebody who doesn't try to be like anybody else. You have to



















































15. Taking responsibility for myself marks me as a leader.
12345
Strongly Disagree Don't Agree Strongly
Disagree Know Agree
17. Leaders are learners first. They get wisdom from the people who have
gone before.
42
18. Trust is the most important aspect of leadership. Without trust, you
cannot develop a team atmosphere and things will not get done.
1234s
Strongly Disagree Don't Agree Strongly
Disagree Know Agree
Agree






20. Leaders don't follow anybody. If they did, they wouldnjt be leaders.
42
21. Leaders must listen to everybody, but they don't have to do or be what
everybody wants.
1234s
Strongly Disagree Don't Agree Strongly
Disagree Know Agree
22. A leader is someone who has a skill, a gift in a certain area, and shares that





23. Everybody is a leader and everybody is a follower. The leaders are the ones
































































24. Leaders have charisma, an energy they can share with other People. They
use that energ-y to connect with other people, and that energy can be either
positive or negative.
42.
25. Leaders are confident and demand respect.
1234s
Strongly Disagree Don't Agree Strongly
Disagree Know Agree
26. Leaders know how to work in chaotic situations and they know that
chaotic situations can be the most Productive times.
1234
LT.Leaders have the courage to take risks.
42
28. Leaders are ethical. If you are doing the right thing, and PeoPle realize you
are doing the right thing, then you're a leader.
42
Zg. A good leader always thinks of the people she is representing before
















































































51. Blending together different ideas and people with different backgrounds
and different experiences is important for leadershiP.
42
32. A leader is someone who rePresents other people.
1234s
Disagree
33. You can only be a leader at things you are best at. Leadership follows
talent.
42
84. Everyone has a leader within, but trrhen you feel comfortable with being
who you are, you try new things and you take some risks, and you expand on
your natural leadership gifts.
42
g5. A leaders is able to hold an opinion while being open to the opinion of
others.
42
gG. I am a leader because I try to set an example. I teach behavior.
42
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87. When I think of a leader, I think of someone who is going in a certain
direction. Its only when you go in a certain direction that people will get








































































BB. Being a leader means knowing how to work with PeoPle, how to relate to
and motfuate people, and how to encourage teamwork. HelPing others is a
very important part of leadership.
1234s
Disagree




40. Leadership is service to other people. When you serve, you're leading
people by guiding them to do new things.
42
4L. Leadership means getting involved. When you get involved, the world
becomes a very small place.
42. Leaders seek feedback about their behavior.
42
42






44. Trust is something that takes a long time and a lot of hard work to



































45. Leaders answer the call to share what they can with others.
42
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